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Across the reserve force there are communities, occupational fields, and grades 
with persistent manning shortfall in non-obligor populations. Non-obligor reservists are 
volunteers with each individual reservist having well developed a rationale and reasons 
for affiliating and not affiliating with a reserve unit. Monetary methods are the primary 
incentive employed to induce reservists to affiliate and fill billets with shortfalls. Money 
has had a positive impact, but the utilization of monetary incentives is not based upon a 
deep understanding of the underlying individual reservist's motivations.  
This mixed-method study included interviews and a survey of Marine Reserves as 
well as an open-ended electronic survey of Reservists’ spouses/partners. The results 
provide a deeper understanding of individual non-obligor reservist's motivations and 
rationale for affiliating with reserve units and recommendations. Findings suggest funds 
spent on re-affiliation bonuses could be used more effectively elsewhere. Moreover, even 
for those Reservists whose decisions to re-affiliate were/will be contingent on receiving a 
bonus, it appears that the bonus is necessary in order to compensate for the problematic 
issues proposed in the conceptual model. Hence, addressing these issues may reduce the 
need to offer re-affiliation bonuses and/or reduce the amount of money required to 
incentivize disenchanted Reservists, thereby offering direct and indirect means of 
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The U.S. Marine Corps maintains a long tradition of actively using its reserve 
forces for logistical and operational support of active duty troops, in keeping with the 
Total Force concept (Department of the Navy, 2009). Unlike other U.S. military reserve 
forces that serve in a much more limited capacity, the U.S. Marine Corps Reserve 
(USMCR) forces regularly operate in a supporting role to augment active duty operations 
both at home and abroad. As such, retaining high quality Reservists is of particular 
importance to the USMCR. To date, the USMCR has primarily used monetary incentives 
to encourage reservists’ continued affiliation (National Defense Authorization Act, 
2005). While financial concerns are undoubtedly valued by Reservists, to varying 
degrees, questions remain regarding the effectiveness, necessity, and significance 
associated with offering broad bonus plans for re-affiliation. Moreover, we lack a deeper 
understanding of the underlying motivations and perceptions that may have a more 
profound impact on Reservists’ affiliation decisions. 
Reservists’ decisions to discontinue affiliation is akin to organizational turnover. 
Extensive research on turnover has shown that reasons for leaving one’s organizations are 
widely varied and extend beyond simply monetary factors and considerations. It has been 
more than 50 years since March and Simon (1958) offered their seminal work on 
voluntary turnover. Suggesting that turnover is a function of both the desirability of 
movement and the ease of movement, March and Simon’s (1958) assertion has spawned 
countless efforts to elaborate upon the psychological processes that lead to voluntary 
departure from organizations. Most theories claim that low levels of job satisfaction and 
organizational commitment trigger an individual’s desire to leave an employer (Mobley, 
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1977; Porter & Steers, 1973; Porter, Steers, Mowday & Boulian, 1974; Price & Mueller, 
1981; Steers & Mowday, 1981).  
Whereas the traditional notions on turnover focus on job satisfaction and 
monetary incentives, a boundaryless era has emerged as individuals now place increased 
emphasis on personally driven career paths forged within numerous divisions, locations, 
companies, and industries (Sullivan, 1999). As such, the new psychological contract 
suggests that organizational commitment may no longer be as relevant, and that 
opportunities to develop career competencies, not job satisfaction, may be the primary 
driver of turnover (DiRenzo and Greenhaus, 2010). This study explored of 
career/occupational development factors such as employability (DiRenzo and Greenhaus, 
2011; Fugate, 2006), more nuanced approaches to commitment (Lee, Carswell, & Allen, 
2000; Meyer, Allen, & Smith, 1993), and job embeddedness (Mitchell, Holtom, Lee, 
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II. STUDY DESIGN  
This study utilized a mixed-method approach. A mixed-method approach enables 
more comprehensive research by utilizing one method in the development of the second 
method (Greene, Caracelli, & Graham, 1989; Bryman, 2011). In this case, qualitative 
methods (phase 1) were used to develop the quantitative methods and empirical analysis 
(phase 2). In phase 1, a series of semi-structured interviews were conducted with current 
and former Reservists inquiring as to the perceived value/importance of financial 
incentives to affiliation decisions. Additionally, interviewees were encouraged to discuss 
any other factors that were relevant to their decisions to remain in or leave the USMCR. 
The qualitative data cultivated from these interviews were then synthesized to develop a 
conceptual explanatory model of the drivers of affiliation and turnover in the USMCR. 
MBA students completed phase 1 in the course of completing requirements of their 
degree program (Volkmann, Shapiro and Barnes, 2014) and their study is summarized in 
this report.  
In phase 2, quantitative methods were used to analyze survey data collected from 
current USMC Reservists. The survey data was used to test the validity of the conceptual 
model developed in phase 1 and assess the value that Reservists’ place on re-affiliation 
bonuses. The findings provide empirical support for the drivers of affiliation uncovered 
in phase 1 and suggest that re-affiliation bonuses are unlikely to be particularly salient in 
the re-affiliation decisions of most USMC Reservists. Rather, the data suggests that 
addressing other important motivational factors concerning fair treatment, meaningful 
work, and quality of life may provide stronger effects. 
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A. PHASE 1 – QUALITATIVE ANALYSIS 
 MBA students completed this portion of the study, along with a detailed literature 
review, in the course of their degree requirements (see Volkmann, Shapiro and Barnes, 
2014 for a complete report and literature review). Semi-structured interviews were 
conducted with former USMC Reservists. Interviews lasted approximately 30-45 minutes 
and were recorded and transcribed. Responses from interviewees were categorized with 
reference to six primary themes that exist within the turnover and retention literatures: 
attitudes, job and organizational characteristics, person-context interface, quality of life, 
alternative opportunities and gateways, and finally financial incentives. Categorizing the 
responses in this way enabled for greater organization and interpretation, which 
ultimately allowed the researchers to synthesize the results into a more parsimonious and 
easily interpreted predictive model. Selected examples of the categorized comments are 
provided in Appendix A: Categorized Examples from Interviews. 
 After categorization, researchers conducted thematic analysis to synthesize the 
findings under the primary themes/issues that drive affiliation decisions. Ultimately, three 
themes emerged that seemingly have the most salience to individual decisions to stay in 
or leave the USMCR: Relationships, Opportunities, and Role Conflict. As represented in 
Figure 1 below, these three themes lay at the core of the conceptual model.  
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Figure 1. Drivers of Affiliation in the United States Marine Corps Reserves 
Specifically, Relationships entail both intra-unit relations (among members of a 
Reserve unit) and inter-unit relations (between Reservists and the I&I staff). Preliminary 
findings suggest that these relations likely influence perceptions of Organizational Justice 
(beliefs about fair/just treatment, work distribution, and rewards) and in turn affiliation 
decisions. As shown in the model, strong bonds among Reserve unit members help tie 
individuals to the Reserves and increase affiliation. Conversely, the data suggests that 
relations between Reservists and the I&I may become quite strained and be a major 
contributor to decisions to leave the service (i.e., enact turnover). Opportunities represent 
both opportunities for Reservists to partake in interesting and meaningful work in the 
USMCR (thought to be those work activities that are directly related to military training) 
as well as opportunities to develop transferable skills and knowledge that can have 
positive spillover effects and help enhance their civilian careers. Both types of 
opportunities are thought to enhance the degree to which Reservists derive a sense of 
Purpose from being in the USMCR, which in turn will foster greater affiliation. Finally 
Promotions
Contextual Factors
   -Reduced Manpower
   -Financial Constraints 



































Role Conflict constitutes the extent to which Reservist duties and responsibilities 
negatively impact Reservists’ functioning and effectiveness in the other important aspects 
of their lives (i.e., their family and civilian work roles). Greater degrees of conflict likely 
diminish Quality of Life perceptions (e.g., life satisfaction, happiness, well-being) and 
therefore cause individuals to exit the Reserves.  
It is important to note that the preliminary qualitative analysis suggested that 
financial incentives, such as bonuses, have little effect on actual re-affiliation decisions 
(see Appendix A). Interviewees stated that financial considerations are not particularly 
important to turnover decisions, at least not relative to the other psychological and 
motivational factors they mentioned. As such, financial incentives are not included in the 
predictive conceptual model. Nevertheless, the potential influence of financial incentives 
was assessed further in the phase 2.  
B. PHASE 2 – QUANTITATIVE SURVEY ANALYSIS 
A survey was developed to test the validity of the preliminary findings 
represented in the conceptual model. To appropriately limit the scope of the survey and 
enable viable empirical analysis, only the causal effects stemming from the three drivers 
of affiliation were addressed in phase 2. All constructs and relationships proposed to 
predict the three drivers were not assessed. Hence, quantitative analysis focused 
exclusively on the effect of the three drivers on affiliation decisions as explained by 
perceptions of justice, meaning/ purpose, and quality of life.   
All Reservists in SMCR units, approximately 30,000 Reservists, were invited to 
respond to the questionnaire. Survey items addressed each of the constructs/themes in the 
proposed model and the likelihood of continued affiliation. Additional survey items were 
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also included to assess the influence of financial incentives in re-affiliation decisions. The 
sample was then divided into two datasets: non-obligor and obligor. The obligor dataset 
was then restricted to include only those Reservists currently drilling due to having 
accepted a financial bonus. These Reservists provided information regarding the bonus 
received and its significance to their decision to re-affiliate. Non-obligors provided 
information regarding the influence that potential bonuses may have to their re-affiliation 
decisions.  
Analysis was conducted to test the significance of the relationships proposed at 
the end of phase 1. Findings largely support the predictive validity of the conceptual 
model. Additionally, although bonuses do seem to help retain some individuals in the 
USMCR, findings suggest that these financial incentives have limited effect as they are 
more often than not being accepted by individuals who would likely have re-affiliated 
regardless of having been offered the bonus. That is, the data suggests that much of the 
money spent on re-affiliation bonuses could be used more effectively elsewhere, and may 
in effect be a wasted expense. Moreover, even for those Reservists whose decisions to re-
affiliate were/will be contingent on receiving a bonus, it appears that the bonus is 
necessary in order to compensate for the problematic issues proposed in the conceptual 
model. Hence, addressing these issues may further limit the need to offer re-affiliation 
bonuses and/or reduce the amount of money required to incentivize disenchanted 
Reservists, thereby offering direct and indirect means of lowering the costs associated 
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III. ANALYSIS AND FINDINGS 
A. NON-OBLIGOR RESERVISTS 
Tests of the conceptual model were conducted on non-obligor officers and 
enlisted Marine Reservists. Findings are reported at the .05 level of significance.  
1. Relationships 
- As expected, intra-unit and inter-unit relations had significant effects on both 
Organizational Justice and the likelihood of continued affiliation.  
o Strong bonds with fellow Reservists were associated with high levels of 
justice and intentions to remain in the SMCR.  
o Conversely, poor and strained relations with the I&I related to low levels 
of perceived justice and intentions to leave.  
- Organizational Justice was significantly related to anticipated affiliation and 
mediated (i.e. explained) the effects of intra- and inter-unit relations. 
- Significant effects were found in both the officer and enlisted populations.  
- Not surprisingly, higher ranks reported higher perceptions of Organizational 
Justice. 
2. Opportunities 
- Greater engagement in military training exercises was related to stronger feelings 
of meaning/purpose and to intentions to remain in the Reserves. 
- Positive spillover of skills and knowledge gained in the Reserves into civilian 
work was positively associated with feelings of meaning/purpose and intentions to 
remain in the Reserves. 
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o These effects were considerably stronger at the enlisted ranks than for 
officers, suggesting that it is particularly important enlisted Reservists gain 
knowledge and experience that can carry over to facilitate their civilian 
careers. 
- Sense of meaning/purpose was significantly related to affiliation intentions and 
mediated the effects of engagement in military training and positive spillover. 
o Sense of meaning/purpose had the strongest relation to affiliation 
decisions of all variables assessed in this study. While this study has noted 
the significance of two factors that enhance meaning, it is particularly 
important that other contributors to meaning/purpose be uncovered in 
future research. 
- Significant effects were found in both the officer and enlisted populations. 
3. Role Conflict 
 Officers 
- Conflict between Reservist and family roles was negatively associated with intent 
to remain in the SMCR, but not with quality of life perceptions. 
- Conflict between Reservist and civilian work roles was negatively associated with 
quality of life perceptions, but not with intent to remain in the SMCR.  
- Quality of Life perceptions were not associated with affiliation intentions, 
suggesting that Reservists who intend to leave the Reserves may be generally 
content with their lives, but nevertheless feel it will be even better if they were to 




- Conflict between Reservist and both family and civilian work roles was 
negatively associated with intent to remain in the SMCR, but not with quality of 
life perceptions. 
- Nevertheless, quality of life perceptions were positively related to intentions to 
remain in the Reserves, suggesting that factors other than conflict are stronger 
predictors of quality of life for enlisted reservists. 
4. Comparative Analysis 
 The findings above largely support the conceptual model developed in phase 1 of 
this study. To further test the predictive validity of the model, we compared the responses 
of those non-obligor Reservists intending to continue affiliation in the Reserves with 
those non-obligors planning to leave the organization. Once again, results of the 
comparative analysis added further support for the conceptual model and proposed 
drivers of affiliation. In the section below, we present frequency statistics from a small 
sample of the survey questions, which highlight the differing perceptions that exist 
among non-obligors intending to stay vs. intending to leave the Reserves. These charts 
represent the percentage of respondents from each category (intend to stay vs. intend to 
leave) that agree or strongly agree with the questions represented below. Note that these 
frequency statistics do not include respondents who are unsure or uncertain of their 
affiliation intentions. The data suggests though, that addressing these issues will 




Figure 2. Meaning/Purpose - Enlisted 
 




Figure 4. Opportunities - Enlisted 
 
 




Figure 6. Organizational Justice – Enlisted 
 
 




Figure 8. Relationships – Enlisted 
 
 




Figure 10. Role Conflict – Enlisted 
 
 




5. Financial Incentives 
 Non-obligor Reservists were also asked to report the minimum bonus (in dollars) 
that would be required to have them re-affiliate as an obligor SMCR. The log of these 
values was regressed onto each of the variables in conceptual model. For Reservist 
officers, conflict with their civilian work role appears to drive up the costs associated 
with retention bonuses. Presumably, the conflict among roles hinders their career growth 
in the civilian world and Reservists seek to recoup those losses via an affiliation bonus. 
The extent to which affiliation bonuses can genuinely compensate for the negative effects 
on career growth is debatable, but the data clearly suggests that reducing the extent to 
which Reserve duties are conducted during civilian work time will lower the financial 
incentives necessary to retain their services. Nevertheless, none of the other variables are 
related to the minimum bonus required to affiliate, adding further evidence that offering 
bonuses has limited effect and is not likely to encourage re-affiliation when the other 
issues discussed are present.  
Only one variable was associated with minimum bonus required for enlisted 
Reservists as well. At the enlisted ranks, inter-unit relations with the I&I staff are 
negatively related to bonus requirements. This suggests that even for those individuals 
that will require a bonus to re-affiliate, better treatment by the I&I staff will reduce the 
associated costs. Again though, the lack of significant effects by all other variables 
indicates that addressing psychological motivations, as opposed to financial motivations, 
will have stronger positive effects on Reservist affiliation. Essentially, the prospect of 
greater money cannot overcome the negative influence of the other factors discussed. 
Moreover, when Reservists do not experience these problematic issues, the added 
financial incentive is not particularly necessary. 
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B. OBLIGOR RESERVISTS – DRILLING DUE TO HAVING 
ACCEPTED A BONUS 
 In order to gain a better understanding of the effect of financial incentives on re-
affiliation, we also sampled individuals who had recently accepted a bonus as part of the 
affiliation contract. Analysis was conducted on both officer and enlisted personnel. As 
shown below, financial bonuses were more important to enlisted Reservists than officers. 
Additionally, although many Reservists viewed the bonus as important to their affiliation 
decision, the majority stated that they would have continued their affiliation in the SMCR 
regardless of whether the bonus had been offered. Nevertheless, now that this population 
has received a bonus in exchange for affiliation, they report anticipating further bonuses 
going forward. That is, despite the fact that many would have re-affiliated previously had 
no bonus been offered, as a consequence of having received the bonus some expect and 
demand continued bonuses going forward. In effect, the cost incurred for offering 
bonuses to those Reservists who would have initially affiliated regardless of the bonus is 
compounded by expectations of future bonuses. If a bonus is given to a Reservist once, 
additional bonuses will then be required to keep that Reservist at the expiration of each 
successive contractual obligation.  
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Figure 12. Percentage Re-affiliate – No bonus 
 
Figure 13. Intent to Re-affiliate – No Bonus 
 
Additionally, as is to be expected, results pertaining to the conceptual model and 





























IV. RECOMMENDATIONS FOR PRACTICE AND RESEARCH 
 While it is not recommended that USMCR stop offering re-affiliation bonuses, the 
findings clearly indicate that alternative methods be thoroughly explored. This multi-
phase, multi-method study found that underlying psychological factors have greater 
influence on Reservists’ re-affiliation decisions than do monetary incentives. This finding 
falls in line with decades of research in the academic literature that supports the value and 
impact of intrinsic motivators over and above extrinsic motivators. This study clarifies 
the primary psychological drivers of turnover and affiliation in the Reserves and it will be 
beneficial for the USMCR to address these factors. Although addressing the factors 
highlighted in this study is undoubtedly more complex than offering broad re-affiliation 
bonuses, the findings suggest that doing so may not only have greater effects, but also 
save the USMCR considerable expense. Therefore, the USMCR may consider redirecting 
some funds toward alleviating the issues discussed above. In the following sections we 
provide a few potential courses of action in those regards. These recommendations are 
meant to be a starting point for prospective interventions. It is strongly recommended that 
Reservists and Marine Corps personnel be involved in brainstorming potential solutions 
and future research be conducted that targets the effectiveness of specific intervention 
plans, recommendations, and policy changes. 
A. INTER-UNIT RELATIONS 
 Potentially contentious relationships between Reserve units and I&I staff are 
noted as a particularly prominent issue driving dissatisfaction and turnover in the 
USMCR. Research that specifically focuses on the nature and causes of this conflict is 
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highly recommended. Some of the issue may stem from an over-worked and 
undermanned I&I staff, causing not only extra work to be pushed onto Reservists, but 
also limiting the time that I&I staff have to dedicate toward Reservists. Additionally 
though, it appears that Reservists often feel undervalued and underappreciated by the I&I 
staff.  
Two potential actions are to 1) council I&I staff to try and take advantage of the 
technical and professional skills that Reservists bring to their Reserve unit in addition to 
their MOS skillset. Reservists often have superior skills cultivated in their civilian careers 
that can and should be utilized if and when at all possible. This may be one way to 
recognize the added value that many Reservists bring to their units. Additionally, it may 
be useful to 2) develop training programs that bring I&I staff and Reservists together as 
peers. Potentially I&I staff and Reservists can cross-train one another in their various 
areas of expertise. Actions such as these may enable the I&I to develop a greater 
appreciation for Reservists competencies, while also bridging the divide that apparently 
exists in certain units. Again, future research will be necessary to understand the specific 
causes of friction among Reservists and the I&I staff in order to create interventions and 
policies that directly address those factors. 
B. MEANINGFUL WORK 
 Reservists consistently reported that the work they do in the USMCR is not 
aligned with why they joined the USMCR. Interview subjects repeatedly lamented having 
limited opportunities to partake in interesting training exercises, or lacking the funds to 
acquire sufficient training. As such, it may be more valuable, and potentially less costly, 
if the USMCR redirect funds away from re-affiliation bonuses and use that money to 
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provide better training exercises and opportunities. Essentially, it appears that Reservists 
would rather do meaningful, fun, and genuinely “Marine” activities, than be paid more 
money. As mentioned by many interviewees and very strongly supported by the 
empirical findings, most Marine Corps Reservists do not join the Reserves for the 
financial incentives, but rather are incentivized by the chance to be a part of the Marines 
and partake in interesting military training and activities. As such, it is recommended that 
the USMCR dedicate greater fiscal resources toward providing Reservists with the 
experience they signed up for rather than using those resources as a means to retain 
unsatisfied workers. Put simply, use funds to make the job more enjoyable and the need 
to offer bonuses will be significantly reduced. 
 In this regard, research should seek to uncover the specific activities that 
Reservists feel align most with their initial conceptions. Which duties and functions 
provide Reservists with the greatest sense of purpose and meaning and increase their 
identification with the USMCR? Moreover, research should address the associated costs 
of providing these opportunities. Certainly fiscal resources have become increasingly 
constrained and we need to know whether providing these opportunities is in fact less 
expensive than merely offering re-affiliation bonuses. Our research suggests it will be 
much more effective at retaining Reservists services, but the extent to which it may prove 
more or less costly is not known. 
C. CONFLICT AMONG LIFE ROLES 
 Something that became very clear throughout the interview process was that the 
notion of “one weekend a month, two weeks a year” is at best rather naïve and possibly 
misleading. Reservists noted that the extent to which their Reservists duties need to be 
 
 25 
handled during “civilian” time was far greater than advertised. This becomes a point of 
contention both with their families and with their civilian work. Individuals stated that 
being in the Reserves had damaged their marital relations and their civilian careers, with 
these notions being underscored by the survey results. After recognizing the prevalence 
and severity of this issue during phase 1 of the study, phase 2 also entailed surveying the 
spouses/partners of USMC Reservists. We received responses to open ended questions 
over 50 spouses/partners. We inquired as to the extent of conflict that exists as a result of 
their spouse’s/partner’s duties in the USMCR (with their perceptions being even higher 
than those reported by Reservists) and what suggestions or changes to policy they may 
recommend to alleviate this critical issue. As such, we have provided a brief synopsis of 
some of these recommendations below. Once again, future research should be conducted 
to understand the viability and effect of these and similar interventions. Reducing the 
burden that the Reserves role has on the other areas of an individual’s life is likely to 
have dramatic effects on retention, particularly among the most capable and experienced 
USMC Reservists who are likely to have larger families and greater responsibilities in 
their family and civilian work lives. 
 We asked spouses/partners to describe the “key factors that make you less likely 
to want your spouse/partner to affiliate with the Marine Reserves” and also to provide 
their recommendations. We also asked “What else (if anything) would you like Marine 
leadership to know. We categorized responses and identified four themes in 
spouses/partners’ concerns and recommendations: travel/absence, cost/equity, 
scheduling/family and scheduling/communication. Categorized examples of additional 
responses are included in Appendix B. 
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The most frequently mentioned theme in recommendations centered on 
scheduling and communication. Additionally, spouses/partners often suggested 
improvements to communication and scheduling as a solution to each of the other 
concerns. Marine spouses/partners want to be able to schedule family activities. 
Spouses/partners perceive scheduling difficulties as evidence of a lack of respect, 
inequitable treatment and lack of concern/support for families. These sentiments are 
illustrated in the excerpts below.  
Drills and events are routinely rescheduled. Communication is awful. 
Marines wait for terribly misspelled text messages to find out when to 
report and what to wear. To me this seems very unprofessional. I have 
learned that nothing can be planned for at least a week on either side of a 
drill/event because the dates change so drastically and suddenly. Family 
events (weddings, vacations) have been scheduled many months in 
advance to avoid conflicts with drill dates and drills have been moved 
anyways, resulting in the exact conflict we tried to avoid…He does not 
mind all of this nearly as much as I do, but all of this looks very bad and 
makes scheduling any sort of significant family event very difficult as I 
don't trust that his drill schedule won't change.  
 
My husband loves the USMC and it has given him a lot in return; 
However, reservists are often treated unfairly compared to their active 
duty counterparts - delays in pay are common, reserve lodging borders on 
non-existent at some locations, many reservists spend all of their pay just 
getting to and from drill ... and they are constantly told they have to 
measure up to the same standards as their active duty counterparts but 
often are not given the same respect or considerations as their active duty 
counterparts; it's very sad sometimes how they are treated; it can make my 
husband very angry; he spent 11 years on active duty and now 6 as a 
reservist; he misses the respect and only jokingly refers to himself as a 
"nasty reservist."  He works very hard as a reservist - countless, countless 
hours outside of drill weekend - every week for years!  I want the leaders 
to know that!!!!!!!!  It's more than just drill weekend!!!!!!!  And his and 
others hard work has paid off as his reserve component is one of the top 
infantry units in the USMC - active and reserve!!! And you don't get to 
that level by just showing up for drill weekend!!!  So please, encourage 
respect and consideration drillers!!! 
 
Despite these concerns, however, many spouses/partners expressed support of the Marine 




My husband's affiliation with USMCR, while inconvenient or difficult at 
times, is very important to both of us.  He really enjoys all aspects of 
USMCR and his billet.  The time demands can sometimes create conflict 
with his civilian job duties and with our home schedule, but drilling with 
USMCR is always a priority for us.  We both work hard to ensure that 
drills impact our schedule as little as possible. I am proud to be a USMCR 






















This study utilized a mixed-method approach to explore individual non-obligor 
reservist's motivations and rationale for affiliating with reserve units. This mixed-method 
approach relies on one method to assist the development of the second method (Greene, 
Caracelli, & Graham, 1989; Bryman, 2011). In this case, qualitative methods (phase 1) 
were used to develop the quantitative methods and empirical analysis (phase 2). This 
study utilized a series of semi-structured interviews with current and former Reservists. 
Researchers inquired as to the perceived value/importance of financial incentives to 
affiliation decisions. Additionally, interviewees were encouraged to discuss any other 
factors that were relevant to their decisions to remain in or leave the USMCR. The 
qualitative data were analyzed to develop a conceptual model explaining the drivers of 
affiliation and turnover in the USMCR. In phase 2, researchers used quantitative methods 
to analyze survey data collected from current USMC Reservists. The survey data was 
used to test the validity of the conceptual model developed in phase 1 and assess the 
value that Reservists’ place on re-affiliation bonuses. The findings provide empirical 
support for the drivers of affiliation uncovered in phase 1 and suggest that re-affiliation 
bonuses are unlikely to be particularly salient in the re-affiliation decisions of most 
USMC Reservists. Rather, the data suggests that addressing other important motivational 
factors concerning fair treatment, meaningful work, and quality of life may provide 
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